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Wages, Benefits and Overtime Compensation: Holidays, Leave, Legal Benefits and Bonuses  
 
WBOT.5 Employers shall provide all legally mandated holidays, leave, benefits and bonuses, such as 
official holidays, annual leave, sick leave, severance payments and 13th month payments, to all eligible 
workers within legally defined time periods. In addition, all leave and bonuses shall be calculated 
correctly. (S)  
 Noncompliance 
 
Explanation: Not all workers in factory were entitled to all 5 social insurance schemes. 394 of 820 
workers participated in retirement insurance; injury insurance; disability caused by work-
related injury or occupational disease insurance; and unemployment insurance. 378 of 
820 workers participated in childbearing insurance. Furthermore, 426 of 820 workers 
were only covered by commercial insurance.  
*Note: As per factory management, all workers (local and migrant workers from other 
provinces) could participate in all 5 types of social insurance.  
Legal reference: PRC Labor Law Article 72: Employing unit and workers must participate 
in social insurance and pay social insurance premiums in accordance with the law; Article 
73: laborers shall enjoy social insurance benefits in the following circumstances: a) 
retirement, b) illness or injury, c) disability caused by work-related injury or occupational 
disease, d) unemployment; and e) childbearing. Therefore, according to this national 
law, all 5 types of social insurance schemes mentioned above should be provided for all 
employees of a factory.  
Supporting evidence/sources: document review, management interviews 
Plan Of 
Action: 
Based on both law and Puma requirements, all workers should be covered by mandated 
social insurance program. Where the local law does not require full coverage of workers 
in these programs, factory should ensure legal compliance as a bottom line. On top of 
this, factory needs to have a plan to collect legal guidelines with regard to social 
insurance and to ensure all workers are covered in social insurance program step by 
step. 
Deadline 
Date:  
12/31/2009 
Supplier 
CAP: 
According to commitment from supplier, 100% of employees will participate in social 
insurance programs by December 31, 2009. 
Supplier CAP 
Date:  
12/31/2009 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: 358 out of total 768 workers are entitled to work 
injury, medical, pension, unemployment and maternity insurances; 14 workers are 
covered by work injury, medical, pension and unemployment insurances; 396 workers 
participate in work injury, medical and maternity insurances. Factory management is 
committed to comply with mandated social insurance coverage. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Minimum Wage  
 
WBOT.2 Employers shall pay workers at least the legal minimum wage or the prevailing industry wage, 
whichever is higher. (S) 
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
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Plan Of 
Action: 
 
Referring to Puma’s Code of Conduct (COC) and handbook, the payment of fair wages 
shall be assured to every employee in the factory and shall not be less than the minimum 
account prescribed by the law or the prevailing industry wage of the relevant country, 
whichever is higher. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We will reinforce the monitoring of wages and working hours to ensure all workers are 
paid above local minimum wage standards. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: There are 2 sets of attendance records in factory. 
After cross checking, all work hours are recorded and compensated based on law 
requirements. Starting from November 2008, factory has stipulated a new policy to 
control work hours. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: Payment for All Hours Worked  
 
WBOT.7 Workers shall be paid for all hours worked in a workweek. Calculation of hours worked must 
include all time that the employer allows or requires the worker to work. (S)  
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
Plan Of 
Action: 
In Puma handbook, it's clearly stated that all employees shall be paid for all working 
hours, including compulsory work-related activities, in or outside of working hours, such 
as for production meetings, cleaning of production areas, or for work preparation. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
In order to make the control system for work hours effective, beginning November 2008, 
new policy on controlling work hours will be strictly implemented. All working hours 
must be recorded accurately and checked before issuing wages. But after checking with 
related departments, we could not find that above-mentioned workers worked on 
above-mentioned rest day. 
Supplier CAP 
Date:  
10/31/2008 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: Factory relied both on electronic attendance 
records and manual attendance records. Factory management will check both sets of 
records before issuing wages. If workers find any discrepancy, they can talk to 
management or their supervisors at any time. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Calculation Basis for Overtime Payments  
 
WBOT.8 Employers shall compensate workers for all hours worked. For workers on a piece rate 
payment scheme or any other incentive scheme, payments for overtime hours worked shall be 
calculated by applying the premium rate required by law or this Code on the same payment scheme as 
is used for calculating wages for normal working hours, unless the payment scheme used leads to 
higher wages for workers. (S)  
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
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Plan Of 
Action: 
 
In Puma policy, all workers must be paid above local minimum wage standard. 
Production targets for piece rate workers must be reasonable and achievable within 
regular work hours during the day and week. In case there is overtime work, the target 
may be increased proportionately with the extension of work hours. Piece rate workers 
shall be allowed to access to their individual piece rate records that are maintained by 
the factory. Overtime compensation for piece rate workers shall either be paid based on 
a) average piece rate wages, b) the worker concerned or c) by following procedure and 
using the minimum basic hourly wage as a basis. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We will accurately record all work hours and compensate workers on the basis of the 
law. After cross checking, we are unable to find that above-mentioned workers worked 
on above-mentioned date. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: Factory has recorded and compensated all work 
hours on the basis of the law and have stipulated in policy to ensure the legal payment. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: Premium/Overtime Compensation  
 
WBOT.10 The factory shall comply with all applicable laws, regulations and procedures governing the 
payment of premium rates for work on holidays, rest days, and overtime. (S) 
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
Plan Of 
Action: 
Puma requires that all suppliers observe the overtime premium rates for holidays, rest 
days and overtime, in accordance with the law. The overtime compensation for piece 
rate workers shall either be paid based on a) average piece rate wages, b) the worker 
concerned or c) by following procedure and using minimum basic hourly wage as the 
basis. In the future, we will conduct more unannounced audits to check if factories are in 
line with our standards. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
In order to make the work hours control system effective, beginning November 2008, a 
new policy of controlling work hours will be strictly implemented. All work hours must be 
recorded accurately and checked before issuing wages. We could not find above-
mentioned workers who are not paid for above-mentioned rest days. 
Supplier CAP 
Date:  
10/31/2008 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: After cross checking, all work hours are recorded 
and compensated based on legal requirements. Starting from November 2008, factory 
has stipulated a new policy to control work hours. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation: Accurate Calculation and Recording of Wage 
Compensation  
 
WBOT.17 All payments to workers, including hourly wages, piecework, benefits, bonuses, and other 
incentives shall be calculated and recorded accurately. (S)  
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
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Plan Of 
Action: 
 
Puma has a clear policy that the payment of fair wages shall be assured to every 
employee in the factory and shall not be less than the minimum amount prescribed by 
law or prevailing industry wage of the relevant country, whichever is higher. In order to 
make sure the policy is implemented, we will conduct more unannounced audits in 
factories to verify this issue. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We are following both client and legal requirements; all workers in our records are paid 
on the basis of the law. We are not sure about the aforementioned workers whose rest 
day work hours are not recorded in the report. According to our investigation, those 
workers did not work on the above-mentioned date. We will strengthen our monitoring 
program on work hours to make sure all workers are paid fairly and legally. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: We did not find unrecorded work hours. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: False Payroll Records  
 
WBOT.19 Employers shall not use hidden or multiple payroll records in order to hide overtime, to 
falsely demonstrate hourly wages, or for any other fraudulent reason. Payroll records maintained shall 
be authentic and accurate. (P) 
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
Plan Of 
Action: 
Transparency from suppliers is a minimum expectation in Puma requirements, any 
indication of false documentation or coaching of workers may have serious 
repercussions on the business relationship with Puma. Puma SAFE team will conduct 
regular audits in factories to check if factories are following our rules. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have both electronic and manual attendance records to accurately record work 
hours. We are unable to find aforementioned workers who worked on above-mentioned 
rest day after checking with related departments. In the future, we will also implement 
our rules of pay for all workers according to law. 
Supplier CAP 
Date:  
10/31/2008 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: There are 2 sets of attendance records in factory. 
After cross checking, all work hours are recorded and compensated based on legal 
requirements. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Freedom of Association: Right to Freely Associate  
 
FOA.2 Workers, without distinction whatsoever, shall have the right to establish and, subject only to 
the rules of the organization concerned, to join organizations of their own choosing without previous 
authorization. The right to freedom of association begins at the time that a worker seeks employment, 
and continues through the course of employment, including eventual termination of employment, and 
is applicable as well to unemployed and retired workers. (S) 
 Noncompliance 
 
Explanation: FLA Comment: The Chinese constitution guarantees Freedom of Association; however, 
the Trade Union Act prevents the establishment of trade unions independent of the sole 
official trade union – the All China Federation of Trade Unions (ACFTU). According to the 
ILO, many provisions of the Trade Union Act are contrary to the fundamental principles 
of freedom of association, including the non-recognition of the right to strike. As a 
consequence, all factories in China fall short of the ILO standards on the right to organize 
and bargain collectively. Recently, however, the government has introduced new 
regulations that could improve the functioning of the labor relations mechanisms. The 
Amended Trade Union Act of October 2001 does stipulate that union committees have 
to be democratically elected at members' assemblies and trade unions must be 
accountable to their members. The trade union has the responsibility to consult with 
management on key issues of importance to their members and to sign collective 
agreements. It also grants the trade union an enhanced role in dispute resolution. In 
December 2003, the Collective Contracts Decree introduced the obligation for 
representative trade unions and employers to negotiate collective agreements, in 
contrast to the previous system of non-negotiated administrative agreements. 
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Plan Of 
Action: 
 
According to Puma’s COC, workers are entitled to freedom of association; the right to 
join unions or other work or industry-related associations; and the right to collective 
bargaining in accordance with local law. As independent unions at workplace are 
restricted by law in China, we are asking suppliers to set up a Welfare Committee or 
other parallel means of organizations at workplace to ensure smooth communication 
between management and workers. Grievance policy and procedures should be set up 
to ensure workers are treated fairly and equitably with regards to the rights of freedom 
of association and collective bargaining in the workplace. 
Deadline 
Date:  
10/30/2008 
Supplier 
CAP: 
All employees have the right to take part in union organization, and we are respecting 
the right of workers on freedom of association. Except labor union, workers can speak 
out their opinions through internal hotlines or text messages as well. 
Supplier CAP 
Date:  
10/30/2008 
Action 
Taken: 
Factory has established a labor union. A total of 210 employees have joined the union. 
According to worker interviews, they are free to join the union. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Freedom of Association: Employer Interference/Constitution, Elections, Administration, 
Activities and Programs  
 
FOA.5 Employers shall not interfere with the right of workers to draw up their constitutions and rules, 
to elect their representatives in full freedom, to organize their administration and activities and to 
formulate their programs. (S)  
 Noncompliance 
 
Explanation: Factory trade union was made up mostly of management staff or supervisors and does 
not include any production workers. At the same time, the trade union representatives 
were assigned by management, not elected by workers.  
Supporting evidence/sources: Document review, management interview 
Plan Of 
Action: 
According to Puma’s COC, workers are entitled to freedom of association; the right to 
join unions or other work or industry-related associations; and the right to collective 
bargaining in accordance with local law. As independent unions at workplace are 
restricted by law in China, we are asking suppliers to set up a Welfare Committee or 
other parallel means of organizations at workplace to ensure smooth communication 
between management and workers. Grievance policy and procedures should be set up 
to ensure workers are treated fairly and equitably with regards to the rights of freedom 
of association and collective bargaining in the workplace. 
Deadline 
Date:  
10/31/2009 
Supplier 
CAP: 
Workers from each department have joined the labor union. We will make more workers 
aware of the union and believe more and more will seek to join management staff and 
supervisors as representatives. 
Supplier CAP 
Date:  
12/31/2009 
Action 
Taken: 
According to union member list provided by factory, 163 out of 210 total members are 
workers and 47 are from management. But there are no clear election records and 
procedures in the factory. Factory promises to make improvement on election 
procedures and management in next election. 
Plan 
Complete: 
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Plan 
Complete 
Date:  
 
 
 
Harassment or Abuse: Discipline/Review of Disciplinary Action  
 
H&A.3 The disciplinary system shall include possibilities for workers to have disciplinary action imposed 
on them reviewed by someone at a higher managerial position than the manager who imposed the 
disciplinary action. In addition, such a system shall include the ability of a worker to appeal and/or 
question any disciplinary action against him or her and/or have a third party of his or her choice 
present when the disciplinary action is being imposed. (P) 
 Noncompliance 
 
Explanation: It was noted that there was no written disciplinary system and policy provided by the 
factory during this audit.  
Supporting evidence/sources: Document review, management interview 
Plan Of 
Action: 
Clear disciplinary procedures should be developed and explained to all workers clearly. 
Deadline 
Date:  
12/31/2008 
Supplier 
CAP: 
We have already established this policy, which has been explained to workers and also 
announced. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: Disciplinary procedures were found posted and 
announced. Factory management still has to explain them properly to all workers. 
Plan 
Complete: 
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Plan 
Complete 
Date:  
 
 
 
Child Labor: Other Means of Age Verification  
 
CL.4 In those cases where proof of age documentation is not readily available or unreliable, employers 
shall take all necessary precautions which can reasonably be expected of them to ensure that all 
workers are at least the minimum working age, including requesting and maintaining medical or 
religious records of workers, or through other means considered reliable in the local context. (P) 
 Noncompliance 
 
Explanation: It was noted that no copies of age documentation were kept in 1 personnel file.  
Legal reference: PRC State Council Order No. 364, Regulation on Prohibition of Child 
Labor (effective from December 1, 2002) Article 4: When recruiting employees, 
employing units shall verify the identity cards of applicants, and must not employ those 
juveniles who have not reached 16 calendar years of age. The employing unit shall 
appropriately maintain employees' employment register and materials being verified.  
Supporting evidence/sources: Document review, management interview 
Plan Of 
Action: 
Employment records should be kept and maintained properly, and should include basic 
information, ID card copies, labor contract, etc. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have checked all employment records, and they are completed as required. 
Supplier CAP 
Date:  
10/15/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: All employees' personnel records have ID card 
copies attached. 
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Plan 
Complete: 
Plan 
Complete 
Date:  
 
 
 
 
Non-Discrimination: Pregnancy Testing  
 
D.6 Employers shall not use pregnancy tests or the use of contraception as a condition of hiring or of 
continued employment. Employers shall not require pregnancy testing of female workers, except as 
required by national law. In such cases, employers shall not use (the results of) such tests as a 
condition of hiring or continued employment. (S) 
 Noncompliance 
 
Explanation: Pregnancy testing was required and considered a condition for hiring dispatching 
workers (there were 320 female dispatching workers in the factory).  
Supporting evidence/sources: Document review; management and worker interviews 
Plan Of 
Action: 
According to Puma’s COC, “respect and equality, regardless of race, creed, age, sex, 
social origin, political views, sexual orientation, or position.” Puma SAFE team will also 
help suppliers meet our expectations through training or projects, and review their 
policies during our future audits. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have realized that it was a misunderstanding between us and the labor agency. We 
have already clarified with them that no pregnancy testing is required in all recruiting 
practices. We will also train our HR persons on the importance of non-discrimination in 
hiring. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: Pregnancy testing practice was not found based 
on worker interviews and documents check. 
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Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Code Awareness: 
 
GEN.3 Develop a secure communications channel, in a manner appropriate to the culture and 
situation, to enable Company employees and employees of contractors and suppliers to report to the 
Company on noncompliance with the workplace standards, with security that they shall not be 
punished or prejudiced for doing so. 
 Noncompliance 
 
Explanation: It was noted that workers were not provided a noncompliance reporting mechanism 
which allows factory workers to contact company.  
Supporting evidence/sources: Management and worker interviews 
Plan Of 
Action: 
All factories should provide communication channels to employees with clear 
procedures. Puma has also announced our hotline in the factory. Workers can call us if 
they have any questions they are unable to solve through internal communication 
channels. Moreover, Puma has distributed numbers for the Puma and Labor Bureau 
hotlines to workers when we conducted private interviews with workers. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have posted Puma’s COC in our workplace, which has indicates the Puma hotline. 
Workers can call client's hotline if they are not satisfied with internal grievance channels. 
Supplier CAP 
Date:  
10/31/2008 
Action 
Taken: 
We have distributed our (Puma’s) hotlines and Labor Bureau hotlines to workers 
selected for interviews, and trained them in basic labor law. In case they are feeling that 
they are treated unfairly in this factory, they can call us or the Labor Bureau for support. 
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Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Health and Safety: Safety Equipment and First Aid Training  
 
H&S.10 All safety and medical equipment (such as fire fighting equipment, first aid kits, etc.) shall be 
available in sufficient numbers throughout the factory, maintained and stocked as prescribed and 
easily accessible to workers. A sufficient number of workers shall be trained in first aid and fire fighting 
techniques. (S) 
 Noncompliance 
 
Explanation: 3 fire extinguishers in the factory dormitory were installed at insufficient pressure levels.  
Legal reference: Article 14.5 of Fire Prevention Law of PRC: Governmental departments, 
social organizations, enterprises and institutions shall have fire control facilities and 
equipment; set up fire control and safety signs; organize regular inspections; and repair 
these facilities and equipment to ensure they are kept in good and effective condition.  
Supporting evidence/sources: Factory tour, management interview 
Plan Of 
Action: 
Factory should be in compliance with local law and Puma’s standards on fire safety 
regulations. In order to implement and support Puma’s COC within its operations, 
factory should assign 1 full-time compliance officer to monitor the whole program. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have checked all fire extinguishers, set up an inspection system and recorded every 
single inspection in our records. We have also assigned a full-time fire safety officer to 
check fire safety issues routinely and effectively. 
Supplier CAP 
Date:  
10/09/2008 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: All poorly maintained fire extinguishers were 
replaced during this audit. According to factory management, they have improved their 
internal inspection system and assigned a full-time officer to ensure all fire safety 
facilities are in good condition. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Health and Safety: Machinery Maintenance and Worker Training  
 
H&S.18 All production machinery, equipment and tools shall be regularly maintained and properly 
guarded. Workers shall receive training in the proper use and safe operation of machinery, equipment 
and tools they use. Employers shall ensure safety instructions are either displayed/posted near all 
machinery or are readily accessible to the workers. (S)  
 Noncompliance 
 
Explanation: 5 sewing machines were without safety belt guards in sewing section; safety eye shields 
were not available for 3 overlocking sewing machines in cutting section.  
Legal reference: Safety Manufacturing Law, Article 29: The design, manufacture, 
installation, application, inspection, maintenance and repair of safety facilities shall 
comply with national or industrial standards. Manufacturing units shall maintain and 
inspect the safety facilities regularly to ensure they are in good working condition. 
Maintenance and inspection records should be properly maintained and assigned to 
relevant staff.  
Supporting evidence/sources: Factory tour, worker interviews 
Plan Of 
Action: 
For safety purposes, all stitching machines should be properly equipped with belt guards 
and eye shields. 
Deadline 
Date:  
10/31/2008 
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Supplier 
CAP: 
 
Technical department has checked all machines and installed belts guards and eye 
shields for 5 machines. 
Supplier CAP 
Date:  
01/31/2009 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: Some stitching machines were still without belt 
guards during this visit. Factory management committed to making improvements 
immediately. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
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Hours of Work: Rest Day  
 
HOW.2 Workers shall be entitled to at least one day off in every seven-day period. If workers must 
work on a rest day, an alternative day off must be provided within that same seven-day period or 
immediately following the seven-day period. (P) 
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
Plan Of 
Action: 
In Puma handbook, we clearly point out that, except in extraordinary business 
circumstances, employees shall not be required to work more than 48 hours a week with 
12 hours OT; or a lower limit on regular and OT hours set by local law or by collective 
agreement with employees. Employees shall also be entitled to reasonable meal breaks 
every day and have at least 1 day off after 6 consecutive work days. In order to 
implement policy effectively, we require all suppliers to fill out application form and get 
approval from Puma’s production manager if they need OT in excess of Puma’s limits. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
In order to make work hours control system effective, beginning November 2008, a new 
policy on controlling work hours will be strictly implemented. We will make production 
planning better to reduce the work hours. 
Supplier CAP 
Date:  
11/30/2008 
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Action 
Taken: 
 
January 12, 2009 Puma follow-up visit: In peak season, factory is unable to meet our 
requirements of 60 hours per week and 1 rest day in 7 days. We will provide more 
training programs to suppliers to help them control work hours effectively. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
Hours of Work: Time Recording System  
 
HOW.6 Time worked by all workers, regardless of compensation system, shall be fully documented by 
time cards or other accurate and reliable recording systems such as electronic swipe cards. Employers 
are prohibited from maintaining multiple time-keeping systems and/or false records for any fraudulent 
reason, such as to falsely demonstrate working hours. Time records maintained shall be authentic and 
accurate. (P) 
 Noncompliance 
 
Explanation: Factory provided attendance records and payroll records that were undependable and 
unverifiable; therefore, compliance status of “minimum wage,” “overtime wage” and 
“overtime hours” could not be verified.  
Supporting evidence/sources:  
a) Production records (e.g., Needle Receiving/Issuing, Daily Production, Production 
Requisition Records) showed workers from sewing and rubber milling sections worked 
May 1 – 2, 2008 and September 14, 2008 (public holiday, Sunday or factory rest day). 
However, these Saturday and Sunday work hours were not indicated on workers' time 
attendance records. Moreover, there was no information shown on payroll records to 
demonstrate these work hours were paid by factory. Corresponding workers were 
interviewed to corroborate the issue.  
b) Leave Application Records showed workers from sewing section had asked for leave 
on May 3, 2008 (Saturday), but provided bar code attendance records showed that no 
one was required for work on this day. Corresponding workers were interviewed to 
corroborate the issue. 
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Plan Of 
Action: 
 
Transparency from suppliers is a minimum expectation in Puma requirements, any 
indication of false documentation or coaching of workers may have serious 
repercussions on the business relationship with Puma. Puma SAFE team will conduct 
regular audits in factories to check if factories are following our rules. 
Deadline 
Date:  
10/31/2008 
Supplier 
CAP: 
We have 2 sets of time records, but manual attendance records are used to check if 
there any discrepancies with electronic attendance records. We are paying workers 
according to legal standards. As per unrecorded work hours, we could not find them 
during cross check. 
Supplier CAP 
Date:  
11/30/2008 
Action 
Taken: 
January 12, 2009 Puma follow-up visit: There are 2 sets of attendance records in factory. 
After cross check, all work hours are recorded and compensated based on legal 
requirements. 
Plan 
Complete: 
 
Plan 
Complete 
Date:  
 
 
 
 
 
 
 
